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ABSTRACT 
The main objective of this research study was to determine the factors that influencing 
implementation of workplace counselling services in manufacturing organization in Kenya 
with reference to Dilpack Kenya Ltd as the research study case, with the objectives being 
todetermine how staff perceptions affects counselling services at Dilpack Kenya limited; to 
establish how organization culture affects counselling services at Dilpack Kenya limited; to 
examine how HR policies affects counselling services at Dilpack Kenya limited; to determine 
how work environment affects counselling services at Dilpack Kenya limited.The results 
obtained from this study will generate insight that can assist programmes in developing 
effective workplace counselling services for it will enable the management of Dilpack Kenya 
ltd and other organization to identify and develop guidelines that will enhance effective 
workplace counselling services that will improve staff performance. Furthermore the study 
will serve as a spring board to those who want to delve much into human resource planning 
and development. Finally this will give fore knowledge to management of other organizations 
before embarking on human resource planning and development on issues related to 
workplace counselling services. This study adopted theory of planned behaviour and 
counselling theory. The research designadopted was a descriptive research design that is cross 
sectional in nature. The study target population were120 staffof Dilpack Kenya limited with 
the sample sizeof 60 employees. The researcher used questionnaires as the main data 
collection instrument. The data was analysed by use of descriptive statistics. Specifically, 
means, averages and percentages was employed by the researcher. The data analysis tools 
were simple tabulations and presentations of the report using spreadsheets. The data was 
presented using tables, charts and graphs. The study established that staff perceptions affect 
counselling services. The study finding showed that staff perception affects counselling 
services at Dilpack Kenya Limited to a moderate extent and also workplace counselling 
motivates employees to someextent. The study also established that organization culture 
affects counselling services to a great extent. The finding shows that HR policies strongly 
impacts on counselling services in organization to a great extent. The finding shows that 
working environment affects counselling services at Dilpack Kenya limited and the 
respondents indicated that safe and healthy working conditions determines performance of 
employees, the influence of working environment which is composed of social, physical and 
psychological factors the affect counselling services in the organization. Based on the field 
data the study makes the following recommendations workplace counselling should be 
regularly conducted for staff members especially those that are joining the organization. The 
sensitisation would assist in destigmatizing issues that needs counselling in the organization. 
Management of Dilpack Kenya Ltd should ensure that workplace counselling policy should is 
entrenched in the organization and HR department should assist management the providing 
information on staff perception on workplace counselling in order to determine the best 
approach that should be adopted in the organization.  
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OPERATIONAL DEFINITION OF TERMS 
 
Couselling  : Is a process of helping an individual to accept and use 
information or advice so that he can solve the problem 
or cope with it successfully(Raheja, 2014).  
Performance : It’s what an individual is expected to deliver within a 
given period of time(Dessler, 2008).  
Guidance  : Is the process of leading a person psychologically or 
emotionally and even spiritually to newer ways of 
meaningful living(McInnes, 2012).   
Work related issues  : these are problems that employees face at their place of 
work that needs counselling services(Hughes, 2015). 
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CHAPTER ONE 
INTRODUCTION 
1.0 Introduction 
This section reviews the research study background information, research study problem 
statement, objectives of the study, research study questions, significance and scope of the 
study which explores the factors influencing implementation of workplace counselling 
services in manufacturing organization in Kenya a case study of Dilpack Kenya Ltd.  
1.1 Background of the study 
In the competitive business environment, it’s not only important for organization to make 
profit but it is also important to satisfy employees.  Retention of staff is not so easy unless the 
organization provide them with opportunity for career progression that is through careering 
counselling and goal setting.  Career development involves a learning process that is 
continuous, applying new knowledge, learning new things, taking advantage of new 
opportunities and taking risks in order for the organization to be more effective and 
productive and also help the employees to achieve personal goals as well as organizational 
goals (Shujaat, Saira, Faisal, & Ishtiaq, 2013).  Employee counselling is the current Human 
Resource Development (HRD) tool that is used for attracting and retaining the best employees 
in the organization and also to increase the quality of the workforce (Chan, 2011). In the 
current fast paced business world, there is virtually no firm that is free from too much anxiety 
rising out of various workplace issues such as managing deadlines, family commitments, 
personal commitments or stress, bereavements and meeting organization targets and deadline. 
Most of the firms have realized the importance of having stress free employees, motivated and 
skilful employees(Hughes, 2015).  
A lot of emphasis has been laid on work-life balance to reduce work burn out among staff. 
Most organization have integrated counselling services and made it part of their 
organizational culture to offer employee counselling services.  Employee counselling is 
therefore a vehicle that can provide help in an effective and a practical way.  Workplace 
counselling can also be used as a tool to restore staff and potentially improve organisational 
performance(Chan, 2011).   Counselling services enables staff to explore alternative solutions 
with greater health and wellbeing resulting in better staff performance(BACP, 2014).  Chan 
(2011) define counselling as a psychological health care intervention that’s aims to help both 
staff and the employer by intervening with an active problem solving approach to tacking 
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problems that arise in the organization. Hughes (2015) refer to counselling as process that 
involves provision of safe place to talk about issues that trouble employees and allowing 
counsellors to assist the staff in finding their own solutions to problems or develop better 
understanding to handle and manage issues. The importance of embracing workplace 
counselling is that it helps to identify when is time to refer an employee to visit a specialist or 
a counsellor and can provide the crucial bridge into such a referral. Work place counsellor 
offer staff support to each and everyone in the organization regardless of their title and 
position(McInnes, 2012).  
There are different types of counselling that include disciplinary counselling that involves and 
deals with lower standard of behavior or performance than are expected at the workplace, 
these includes bullying other staff and being absent from work. The purpose of this kind of 
counselling is to end poor performance without disciplinary action.  The second type is known 
as personal counselling, this occurs when a staff member mental or physical health is affected 
by personal issues that may require help or advice that might be due to stress, harassment, 
depression, drug abuse among others(BACP, 2014). Organization that provides an 
environment where work-life issues are taken seriously is the latest challenge for HR 
professionals, counsellors and management. Work life balance has huge implication to HRD 
hence staff and counsellors have an important role to play(Raheja, 2014).  
A study by American Psychological Association (2009) established that two thirds of 
Americans indicates that their main source of stress in their lives is that 15% of Americans 
ranked work related stress at the top. A study by Barkhuizen and Rothmann (2009) 
established that high levels of physical and psychological ill health at workstations in united 
kingdom is higher amongst the academic and support staff in institutions of higher learning. A 
study by Rose (2010) found out that people with higher level of social integration in 
developing countries have higher stress level than people with low ones. Seligman (2012), 
work on positive psychology has identified many of the drivers of well-being, found that 
engagement is a key element needed to achieve more lasting happiness. A study by Van der 
Klink (2013) established that there is a positive impact of workplace counselling on 
psychological symptoms and stress. Similarly, Masi and Jacobson (2003) also reported 
positive impacts of workplace counselling on psychological symptoms and stress.A study 
conducted by Mwamba (2011), in Zambia on guidance services in high schools, reports that 
the objectives for vocational guidance services include the clarification of the type and extent 
of the decision the learners with visual impairment make and the goals they seek to attain. 
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Pupils can commit themselves to discovering more about themselves in terms of their 
interests, needs and abilities through vocational guidance services in order for them to make 
progressive choices. Another study by Mukhwana (2009), in Kenya, emphasizes the 
importance of career guidance to those who want to go for training since it has financial 
implications. Vocational guidance services therefore assist learners (both with disabilities and 
those without disabilities) to select suitable vocations according to an individual’s strengths, 
limitations, educational and professional qualifications. 
1.1.1 Profile of Dilpack Kenya Limited 
Dilpack Kenya limited is a subsidiary of Van Dellewijn group based in the Holland where the 
headquarters are located. The organization work hand in hand with another sister company 
Dillewijn Zwapak where work is coordinated. Dilpack Kenya limited work closely with 
retailers who ship flowers from Africa to Europe. Dilpack Kenya limited supplier’s retailers 
with packing and storage of their products. Retailers that deal with Dilpack Kenya limited 
means they directly deal with source.  In the factory and office approx. 120 employees are 
dedicated to give our customers the best customer’s satisfaction possible. Dilpack Kenya 
limited is led by an experienced local management team. Van Dillewijn group of companies 
was established seventy five years ago at a place called Aalsmeer in the Netherlands flower 
capital. The organization has evolved into an international firm with branches in several 
countries including Kenya.  The core business of these groups of companies is developing, 
producing and distribution of packaging materials for flowers and plants (Van Dellewijin 
Group, 2018). 
1.2 Statement of the problem 
 
Techniques and skills that are used in employee counselling resemble those used by 
professional therapist. Counselling is imperative to emphasize, however although the 
technique is similar the purpose and sessions are dramatically different. Employee counselling 
is reserved for work related issues. Recently it has been noticed that employees at Dilpack 
Kenya limited are subjected to a lot of pressure at their work stations and there are quite a 
number of observable behavior that one may want to look at and get a feeling that help in 
terms of counselling may be of great necessity. Some noticeable areas in the last few months 
include high levels of lateness in reporting to work and or duty station is an area of great 
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concern. Employees at the organization have made a habit and found it normal to be late to 
work unless there is an important and prior arrangement of a particular activity that will 
necessitates the coming to work early or on time. This is also observed in the number of days 
in terms of absenteeism from work place and work station, by staff as being late can easily 
lead to not appearing at all. There is also the habit of storytelling long the corridors which end 
up taking a lot of time for the organization.  
 
Cases of colleagues coming to work drunk are taken to be usual thing along the corridors of 
work with nobody bothering to know if there is any destruction course behind the habit. 
Employees  who are drunk are not stable physically, mentally and emotionally and continuous 
taking of a lot of alcohol leads to accidents at workplace and medical conditions results to 
more expenditure to the institution and also the staff being not on duty. In an environment that 
is highly stressful, staffs are more likely to complain about frequent illness, poor relationship 
with colleagues and supervisors, higher incidence of office romance and times wastage 
through spending most time on the internet and taking long breaks during working hours. 
These challenges have created work-related stress among employees at Dilpack Kenya ltd 
which have affect employees performance and their productivity leading to inefficiency in the 
organization. Employees are also bound to transfer the work-related stress to their social and 
family life and therefore affect their interpersonal relationship. It is against this background 
that this study sought to determine the factors that influencing implementation of workplace 
counselling services in manufacturing organization in Kenya with reference to Dilpack Kenya 
Ltd as the research study case. 
1.3 Objectives 
The main objective of this research study was to determine the factors that influencing 
implementation of workplace counselling services in manufacturing organization in Kenya 
with reference to Dilpack Kenya Ltd as the research study case. 
1.3.1 Specific objectives 
i. To determine how staff perceptions affects counselling services at Dilpack Kenya 
limited. 
ii. To establish how organization culture affects counselling services at Dilpack Kenya 
limited. 
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iii. To examine how HR policies affects counselling services at Dilpack Kenya limited. 
iv. To determine how work environment affects counselling services at Dilpack Kenya 
limited. 
1.4 Research questions 
i. To what extent do staff perceptionsaffect counselling services at Dilpack Kenya 
limited? 
ii. To what extent does organization culture affects counselling services at Dilpack 
Kenya limited? 
iii. In what ways do HR policies affect counselling services at Dilpack Kenya limited? 
iv. To what extent does work environment affect counselling services at Dilpack Kenya 
limited? 
1.5 Significance of the study 
The results obtained from this study will generate insight that can assist programmes in 
developing effective workplace counselling services for it will enable the management of 
Dilpack Kenya ltd and other organization to identify and develop guidelines that will enhance 
effective workplace counselling services that will improve staff performance. Furthermore the 
study will serve as a spring board to those who want to delve much into human resource 
planning and development. Finally this will give fore knowledge to management of other 
organizations before embarking on human resource planning and development on issues 
related to workplace counselling services.  
 
The findings will act as a reference point to other researchers in the same field thus 
facilitating their studies. To academicians and scholars, the study findings were beneficial to 
forming the basis for future research on the subject, providing a critical examination of the 
field in relation to workplace counselling services. The findings of this study will provide 
important information to future researchers interested in this area with references and relevant 
literature to complete their research work.  
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To the national and county government the study will help in policy formulation in regardless 
toworkplace counselling services in public institutions and will provide input when drafting the 
framework for consolidated regulation on workplace counselling.  
1.6 Scope 
The research was confined to Dilpack Kenya ltd located in Airport North road formerly 
known as old Mombasa road. This study was carried out in the month of June to September 
2018. The researcher sampled employees in all level of management and non-management 
staff in providing needed information that assisted the study in meeting its objectives. The 
study targeted 120 employees a Dilpack Kenya ltd Nairobi.  
1.7 Chapter Summary 
The chapter provides study background information the much need information needed to 
place the study problem in proper context and understanding, the chapter outlines the 
background of the study, statement problem, study objectives, significance and study scope. 
Therefore this chapter has guided as the as the norm which study variables are reviewed and 
study is conducted in order to achieve the main research objectives and determine the factors 
influencing implementation of workplace counselling services in manufacturing organization 
in Kenya a case study of Dilpack Kenya Ltd Nairobi. 
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CHAPTER TWO 
LITERATURE REVIEW 
2.0 Introduction 
In this section the researcher has reviewed works that are related and consistent with 
objectives of the study, is reviewed. Explanation of the existing theories and analysis of the 
past established knowledge which will outline the organized understanding of the major 
issues and past studies in the related field of study thatdetermine the factors that influencing 
implementation of workplace counselling services in organization.The chapter further 
presents empirical literature, research gaps to be filled, summary and the conceptual 
framework of the study.  
2.1 Theoretical Literature Review 
The theoretical review is a logically described, developed and elaborated network of 
associations among variables deemed relevant to the problem situation identified. Theoreies 
are generaly formulated to understand, predict and explain a phenomena and in many cases to 
challenge and extend the existing knowledge within the limits of critical bounding 
assumptions. The theoritical literature describes and introduces the theory that explains why 
research problem under investigation exists and is a structure that can support research study 
theory (Sekaran, 2010).  
2.1.1 Theory of Planned Behaviour 
This theory was developed and adopted in 1984 by Ajzen. This theory is designed to explain 
and predict human behaviour within a given specific context, the behavioural theory  suggest 
that verdict are not in any way made impulsively ,but they are as result of assertiveness or 
subjective norms and perceived behavioural control which primarily affect behaviour through 
the impact on intention.  According to this theory it indicates that when someone intends to 
engage in a particular behaviour, they are more likely to engage in it. The theory of planned 
behaviour explains how leadership can change the behaviour of people; the theory of planned 
behaviour predicts the deliberate behaviour because behaviour can be planned and deliberate. 
The theory is the successor of the similar theory of reasoned action of Fishbein and Ajzen of 
1980. According to theory of planned behaviour there are three kinds of consideration that 
guide human behaviour  which include behavioural beliefs that are about consequences of the 
behaviour; normative beliefs that are about the normative expectations of others and finally 
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control beliefs that deal with factors that determine a specific kind of behaviour .   These three 
considerations are crucial circumstances, programs and projects when changing people 
behaviour as explained by Ajzen.   
According to Fishbein and Ajzen (1980) behavioural beliefs produces favourable and also 
unfavourable attitudes toward the behaviour, normative beliefs result in perceived social 
pressure and subjective norm and the greater the perceived control beliefs that give rise to 
perceived behavioural control. The formation of behavioural intention is determined by 
perception of behavioural control that is a combination of attitude toward behaviour, 
subjective norm and behavioural control. Employee behaviour in this study applied the 
underlying theory to launch and decide the dynamics under the current study. Theory of 
planned behaviour was adopted in the model framework for development purpose and it does 
not assume the decision making that is rational, but rather it incorporates both unforced and 
thoughtful decision making. According to Folan and Browne (2015) human behaviour is 
assumed to follow a consistent, reasonable and often automatic path which may be biased, 
irrational and inaccurate.Human behaviour is based on various behavioural criteria such as 
occurrence, extent and contradiction. Employee behaviour in this study applied the underlying 
theory to launch and decide the dynamics under the current study.  
2.1.2 Counselling Theory 
This theory was founded in 1965 by a California psychologist by the name of William 
Glasser. The theory refers to the employee’s phenomenal world and emphasizes the particular 
way the employees will interact with the surrounding environment through internal 
assessment. According to Glasser employees see the world through five basic ways that is 
love, power, belonging, survival, freedom and fun and not the actual world that is evaluated 
by locus.  Counselling Theory indicated that employees have the right and freedom to make 
responsible choices. This theory focuses on helping employees to understand that they can 
choose a better life. The theory states that regardless of what has occurred during a past event, 
should not affect the happiness of an employee in present and in the future. The goal of 
counselling theory is to provide an environment that can help employees to build 
psychological strength to assess the current behaviour, the application of this theory can be in 
areas such as group therapy, individual counselling, social work, family counselling, and 
institutional management(Chan, 2011).  
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Counselling is a reality therapywith emphasis to problem solving, personal responsibility and 
the importance to eliminate and address the employee individual needs. The theory is based 
on assumptions that employees need to build the identity of success or failure. Organization 
have adopted counselling therapy and lead management into the workplace that has resulted 
into improved employee performance, lowered levels of stress between employees and 
increased information for benefit of staff productivity(Bacheor & Thorburn, 2014).  The study 
adopted this theory because it is a communication model committed to empowering 
employees to make successful and effective choices based on evaluation, planning and 
responsibility.   
2.2 Empirical Literature Review 
The empirical review highlights the past studies on the variables of the study. This includes 
the studies conducted on staff perceptions, organization culture, HR policies  and work 
environment. It reviews the aspects of factors that influencing implementation of workplace 
counselling services in organization in Kenya.  
2.2.1 Staff Perceptions  and Implementation of Workplace Counselling Services 
Yaacob and Sipon (2014) conducted a study on work place wellness program employee 
perception and expectations towards  an internal employee assistant services, the study 
distributed 583 questionnaires to educational institution in Gombak district, data collection 
also included review of internal reports, focus groups discusion and staff surveys. The study 
established that employee perception towards help seeking through counselling services and 
their expectations towards the development of internal staff assistant service at their worplace 
was negative. The study also established that personel problems outside and inside the 
organization somehow affect employee performance and the employee assintant services not 
only provide confidential and short term counselling services but its extended to their family 
members and also provides online courses at well(Yaacob & Sipon, 2014). 
Chrysostomos, Allan and  Brendan(2012) conducted a study on factors affecting  self-referral  
to counselling in the workplace. Their study adopted qualitative method to explore the reasons 
that make employees to use counselling service at work place. The employer had two schemes  
that is an internal counselling service and external assistance programme. The study used 
semi stractured interview and grounded theory techniques were used for data analysis that 
resulted to a formation of a model of psychological help seeking in the workplace. The study 
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found out that most participant were happy and motivated to use the employer services this 
was because of the previous experiences of similar services other factors that were 
recommended included referals by other staff members, a supportive environmemt and trust 
in the ethos of the service. Conversely negative preconceptions of psychological helpseeking  
and perception of the employing environment as unsafe were shown to have discouraging 
factors (Chrysostomos, Allan, & Brendan, 2012). 
Pickles, et al., (2012) conducted the study to determine the  potential barriers to veternary 
student access to counselling and other support system; perceptions of staff and students at 
UK Veterinary  school. The study used web based questionnaires that were sent via email and 
the study was conducted over a period of 12 months. The study established that veterinary 
students suffer from high level of stress and anxiety and this causes inadequate coping 
strategies when faced with adversity. The students find it difficult to access central university 
support system due to have workload and geographical isolation on some of the campases. 
The student and staff prefered onsite counselling services but as their most important support 
mechanism is family (Pickles, et al., 2012). 
Salminen, Vanhala and  Heilmann (2017) conducted a study to establish work related 
attitudes as antecedents of perceived individual unit and organizational level performance. 
The main purpose of their study was to debate on employee subjective performance 
evaluations based on examining how organizational commitment and job peformance are 
ralated to performance of an individual, unit and organization levels. The study adopted 
quantitative survey and data was obtained from two corporations in Finland. Data was 
analysed using partial least square method and the research established that 
organizationalcommitment and job performnce both have a positive effect on employee 
percived attitude and the effects were strongest at the organizational level. The study limit 
attention was that employee percived attitide has not been given much consideration as 
consequence to performance, organization commitment and job satisfaction (Salminen, 
Vanhala, & Heilmann, 2017). 
2.2.2 Organization Culture and Implementation of Workplace Counselling Services 
McLeod (2010) carried out a study to determine the effectiveness of workplace counselling a 
system review in response to the stresses of the contemporary workplace. The main aim of the 
study was to establish counselling services in organization setup and review of effectiveness 
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of workplace counselling. The study findings were analysed based on clients satisfaction, 
work behaviour, the meaning of work, negative outcomes and the study established that 
organization that embrace to manage  employee mental health, work life balance has a 
significant impact on staff performance and the  study suggested that counselling is very 
effective in alleviating psychological problems(McLeod, 2010). 
Anyim, Ikeiju and  Ekwoaba(2017) carried out a study do determine employees counselling 
as mechanism for healthy post work transition the underlying objective was to determine the 
current awareness level of employee counselling as mechanism for organization transition as 
a management strategy to be adopted for employees who unexpected exit from the hospital. 
The study adopted qualitative research approach using first Nigeria bank as case study. The 
study established that the awareness level was low despite the services being offered in the 
organization and employees are yet to embrace counselling as way of helping victims who are 
unprepared to exit the organization. The study recommended that it’s important for 
organization to incorporate employee counselling into human resource function (Anyim, 
Ikeiju, & Ekwoaba, 2017). 
A study by Kopelmal (2010) indicates that organizational cultural system adds to the 
coordinations of assignments and minimizes inefficiency in employees efforts and 
organizational resources. According to Berson, Oreg and  Dvir (2008) organizational 
bureaucratic emphasis on rules, regulations, efficiency and clear lines of responsibility and 
authority. Firms with higher bureaucratic will higlight predictability and consistency through 
structures, rules and procedures which can often affect employees negatively.Research 
findings by Vandenberd and Renn (2009) on employee performance  and organizational 
culture, the outcomes were that most companies assert performance as dependent variable 
which sought variations on organizational culture. The findings were that organizational 
culture is theoratically related to performance and has a positive influence.   
Dvir (2008) indicated that work environments that is suppotive is characterized by safety, 
trust and collaborative atmosphare. Managers who work with such employees create an open 
relationship. Organizations where culture can be seen as unit of a family, then staff feels 
commited to the firm. Members who share organizational values and belief are often 
commitment to the organization. Koberg and Chusmir (2007), stated that culture is described 
by adjectives such as driving, risk taking, creative, challenging, pressurized, enterprising and 
result oriented. The typical result in organization culture is improved performance. 
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2.2.3 HR Policies andImplementation of Workplace Counselling Services 
 
A study by Friery (2009) that was conducted with more than 200 companies that offered 
workplace counselling and the study established a variety of reasons where behind such a 
decision to provide the services and the responses were as follows 100% of the organizations 
provided counselling services to provide additional service to support workers, 68% indicated 
it was for duty care, 63% indicated it was for supporting employees through major 
organizational changes, 60% indicated for stress alleviation, 58% indicated to support HR 
work, 48% indicated for staff welfare, 38% indicated for litigation protection while 35% 
indicated for retention purposes and 29% indicate improve absenteeism.    
 
Highley and  Cooper (2009) carried a study to evaluating employee counselling programmes, 
practical problems. The study established that there is a demand for information by various 
organizations for the effectiveness of employee assistant programmes and counselling in the 
workplace. Organization needs to be evaluated to ascertain to which they reach their 
objectives to find ways to reach its effectiveness. The study had limitations of considering the 
importance maintaining confidentiality during the research period because the assessment 
method that was the use of questionnaires could easily be compromised. The study 
established difficulties of establishing and maintaining rapport with organizational 
management(Highley & Cooper, 2009). 
 
Another study by Iglesias and Saleem (2015) on the role of corporate culture and HR policies 
and practices and the main purpose of their study was to identify the detailed HR policies and 
practices that favour the expansion of consumer brand relationship. The study adopted an 
exploratory and interpretative methodology with 53 in-depth interviews. The study 
established that there are six HR policies that enable consumer brand relationship that include 
compensation, evaluation, training, communication, recruitment and promotion. The study 
limitation is that it never describes the any human resource policies that enable the 
development of consumer brand relationship. Another study conducted on 140 HR mangers in 
San Diego hotels by Chow (2007) effects of human resources practices and staff morale, the 
limitation of this study was that the questionnaires were emailed and they focused on staffing, 
job analysis, training and development, career planning, job security and pay for performance. 
The finding were that having employee voice was the most important human resource 
management practice that is being used while pay for performance was found to be the most 
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negative  human resource management  practice.  The study concluded that managers felt that 
demanding job should be rewarded daily instead of how they perform. The study points out at 
this technique were more effective on part time staff of the hotels. Chow concluded that that 
the adoption of HRM best practices affects employee morale, job satisfaction and impact on 
positive feeling towards organization. 
 
Arthur (2014) argued that HR practices are indistinguishably linked to staff discernments of 
the organizational provision and it influence staff commitment to organization. HR activities 
increases organizations effectiveness that inspiring conditions where staff participation in the 
accomplishments of organizational goals,  best approach that is adopted to link employee 
retention and HRM practices will result to higher performance , higher commitments, higher 
involvement where staff becomes more involved in the organization activities that will result 
in accomplishing objectives.  
 
2.2.4 Work Environment and Implementation of Workplace Counselling Services 
Studies in work environment mostly focus on factors such as time off, professional 
development, work hours, job quality, workload, team work,work life balance, organization 
change, quality of supervision and career plans are neccesary tools that help employees to be 
productive other factors include workplace space, proper lighting, correct seating and 
complience with occupational health and safetu guidlines. Poor working conditions due to 
physical elements leads to low employee productivity and job disatisfaction (Behling, 
2008).A study by Chandraseker (2011) confirmed that unhealthy and unsafe workplace 
environment in terms of excessive noise, poor ventilation; poor lighting among others affects 
staff productivity he.   Also  a survey  of 31 banks by Hameed and Amjad (2009) established 
that relaxedoffice design motivates staff and increase thier performance. This is in agreement 
with astudy by Brill (2011) who suggested that improvements in office physical design 
motivates and increase productivity with 5-10% hence better performance.  
 
A study conducted by Strong (2007) observed that social, physical and organizational context 
serves as impetus for activities and tasks considerably influence staff performance. A study by 
Behling (2008) established that safe and healthy working conditions determines performance 
of employees, the influence of working environment which is composed of social, physical 
and psychological factors has been under study in the last two decades. In a number of studies 
job satisfaction, job performance, employee motivation and health have been found to be 
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influenced by psycho-social working environment of the organization (Bent & Freathy, 
2010).Organizations that regulary communicate with their staff lessen the risk of creating a 
workforce that feels unappriciated and undervalued. Organizations that keeps employees 
informed on organizational changes, fluctuating business demands and staffing plans is one 
way of ensuring staff remain in the firm. Organization that neglect staff concerns about job 
security through communication or not including staff from discussion that affect their 
performance will impact negatively on the way employees view of the employer, and this 
views transform to dissatisfaction which leads to low staff productivity due to disengagement 
and low morale (Denny, 2010).  
 
Studies by Naharuddin and  Sadegi (2013), Chandrasekarr (2011) and Vischer (2008), all 
indicated that  performance will increase if the right working envirionment both physical and 
psychosocial are both provided. Khan (2011) did a study on the impact of workplace  
environment and infrustracture on employee performance. He sampled 150 respondents in 
Pakistan education sector and concluded that workplace incentives have a positive impact on 
employee performance while infrustracture had no significance impact on employees. Other 
studies that have examined the impact of working environment factors such as funiture, size 
of the work station, work storage affects team work (Visher, 2008).  The working 
environment includes work activities and organization of work, health, skills, well-being and 
safety, work life balance, training, pay are considered important aspects of working 
conditions. Variations in working conditions can generate serious industrial relations issues 
(Oribabor, 2010). 
2.3 Summary and Research gaps 
In the current fast paced business world, there is virtually no firm that is free from too much 
anxiety rising out of various workplace issues such as managing deadlines, family 
commitments, personal commitments or stress, bereavements and meeting organization 
targets and deadline. Most of the firms have realized the importance of having stress free 
employees, motivated and skilful employees.  Employee counselling is therefore a vehicle 
that can provide help in an effective and a practical way.  Several studies have been conducted 
in relations to counselling a study by Nyakan (2012) on the assessment of challenges facing 
secondary school teachers during counselling sections; Ngumi (2009) conducted a study on 
the effectiveness of training offered to guidance and counselling professionals another study 
by Alimu (2013) on the quality of counselling services.However less focus has been paid on 
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the drivers of the job performance as factors that influencing implementation of workplace 
counselling services in manufacturing organization.The researcher has no knowledge of 
studies that have investigated the implementation of workplace counselling services hence the 
motivation for the current study. 
2.4 Conceptual Framework 
A theoretical framework introduces and describes the theories that attempt to explain the 
research problem under study with a keen focus on the specific variables being sought in the 
study, the conceptual framework comprises of four independent variables and one dependent 
variables. Sekaran (2010) defined an independent variable as the one that the investigator uses 
in order to control the other variable.  
Independent Variables     Dependent Variable  
 
 
 
 
 
 
 
 
 
Figure 2.1: Diagram showing the conceptual framework 
 
 
 
 
 
 
Organization Culture 
HR Policies   
Government Regulations 
Work Environment  
Implementation of 
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2.5 Operationalization of Variables 
Table 2.1: Table showing operationalization of variables 
Variable   Indicators  Measurement  
Staff perceptions    Fear of divulging information 
 Staff awareness  
 Lack of professional 
counselling  
 Employee Stigma 
Descriptive statistics, 
likert type questions, 
closed ended questions 
and open ended 
questions 
Organization culture   Cultural influences 
 Resources Available 
 Staff welfare  
Descriptive statistics, 
likert type questions, 
closed ended questions 
and open ended 
questions 
 
HR policies   Lack of employee incentives 
 Organization policies  
 Staff development  
Descriptive statistics, 
likert type questions, 
closed ended questions 
and open ended 
questions 
Work environment   Departmental Issues  
 Staff relations  
 Employee productivity  
 Employee Absenteeism  
 
Descriptive statistics, 
likert type questions, 
closed ended questions 
and open ended 
questions 
 
 
2.6 Chapter Summary 
This chapter has put into account various literature on the subject under the study. Literature 
review intentions is to reviewed literature that explores what has been done on staff 
perceptions, organization culture, HR policies and work environment and related literature in 
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the view on factors that influencing implementation of workplace counselling services in 
manufacturing organization. Literature review comprises documentation of information that 
relates to the subject under investigationon the research area. The study has selected the past 
activities that fall within the objectives of the study; that will give a clear account of all past 
theoretic happenings that are related to the study. The works sets out to scrutinize and 
examine research variables in order to develop the basis of forming study methodology and 
analysis in order to gather the required information required for drawing conclusions on the 
study main objective. 
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CHAPTER THREE 
RESEARCH DESIGN AND METHODOLOGY 
3.0 Introduction 
This section of the study describes the research methodology that offers and explanation into 
what type of research this study is all about. It also defines study population and the specific 
sampling methods to be used, data analysis and collection methods. The chapter also include 
design, pilot study, validity, reliability and ethical consideration.  
3.1 Research Design 
A general layout that the researcher uses to respond to research questions is referred to as 
research design. Orodho (2009) defines research design as general layout that is used to 
answer research questions.The research problem was conducted using a descriptive research 
design that is cross sectional in nature. The study sought to describe a situation through the 
study of variable relationships. The study describes and defines the subject matter by profiling 
issues under study (Cooper & Schindler, 2011).  According to Borg and Gall (2009)a research 
design that is descriptive is appropriate for studies that have specific issues where problems 
have been defined. The researcher adopted this method in obtaining the most relevant, recent 
and in-depth information on the study topic. This also helped the researcher to critically 
analyse the problem in question with a view of drawing more specific and detailed 
information that is useful to the research study.  
3.2 Target Population 
Borg and Gall (2009) described target population as common set of study units which the 
researcher wishes to generalize results.The study target populations of this study werestaff of 
Gertrude’s Children while the study population was120employees. According to Borg and 
Gall (2009) target populations are units that have observable characteristics that the study uses 
to generalize the finding. 
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Table 3.1: Table showing target population 
 
Category Target population Percentage 
Senior  Managers 10 8 
Middle Level Managers 30 25 
Non-Management  Staff 80 67 
Total 120 100 
  
3.3 Sample and sampling technique 
A stratified proportion sampling wasemployed to obtain a suitable unit representative of 
analysis. This was because of the heterogeneity of the population and respondents all had 
equal opportunity of participation. Kothari, (2004) argues that a stratified proportional sample 
will increase efficiency and submit enough data for analysis. This method is cost effective, 
fast track data collection, and access to the unit of analysis and fundamentals of the research.  
Sampling that is random stratified was adopted in choosing the respondents.  Kothari (2004) 
observed that sample drawn randomly is unbiased and all the populations have anequal 
chance of being selected. According to Kombo and Tromp (2009) 10% and 20% sample size 
of the target population chosen through stratified sampling. Thus, 10% of the accessible 
population is enough for the sample size. In this context, the researcher used50% because of 
limited staff numbers as shown in table 3.2 below. 
Table 3.2: Table showing sample size 
Category Target Population Sample Size  Percentage 
Senior  Managers 10 5 8% 
Middle Level Managers 30 15 25% 
Non-Management  Staff 80 40 67% 
Total 120 60 100 
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3.4 Instruments 
The researcher used questionnaires as the main data collection instrument. A questionnaire is 
an instrument of research that contains questions on the variables of the study (Kothari, 
2004).Borg and Gall (2009) describe questionnaires as a list of standard questions prepared to 
fit certain inquiry. According to Orodho (2009) questionnaires measures likelihood of 
straight, blunt and even answers.  The researcher used questionnaires which are more efficient 
and economical tool for descriptive research for the sample size that is chosen.  
Questionnaires was adopted because they are superior to interviews because of social 
communication operates strongly in face to face situation that my hinder an individual from 
expressing what they feel. The researcher used likert-type format of questionnaires and will 
further be divided into two sections, Part A will capture demographic information while Part 
B was organized according to research questions.The study used secondary data for literature 
review; these materials used included books, journals, reports, and magazine. The researcher 
collected primary data for this study report and use secondary data for literature review. 
3.5 Pilot study 
The purpose of the pilot study is to establish the reliability and validity of study 
questionnaires and hence enhance face validity. Content validity was employed by researcher 
to measure the point to which data was collected using the questionnaires representing each 
variable. The pilot testing wasconducted using the questionnaire on 12respondents. The pilot 
group was carried out through random sampling. According to Kombo and Tromp (2009) 
10% sample size of the target population are chosen through stratified sampling. Thus, 10% 
of the reachable people are adequate for the illustration. 
3.5.1 Validity 
The researcher used both content and faces visibility to ascertain validity of the questionnaire. 
Borg and Gall (2009)describe validity as the correctness, capacity of interpretations founded 
on study finding. The research conducted the pilot study to validate the study questionnaire. 
Content validity draws an extrapolation from assessment scores to large domain of similar to 
those on the test. The questionnaires were validated by the research supervisor.  
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3.5.2 Reliability Test 
Reliability of the questionnaire was tested through a pilot study in which the questionnaires 
are pre-tested to a sample group similar to the actual sample.According to Cooper and 
Schindler (2011) a questionnaire has the same expectation-that is reliably does what it is 
designed to do every time is used. If the questionnaire is consistent over time and yields 
similar results each time it is used, it is reliable. They say that because of economy in time 
and labour, the procedure for extracting an estimate of reliability should be obtained from the 
administration of a single test.According to Orodho(2009) a reliability test of research 
instruments is one that consistently produces the expected results. Kothari (2004) points out 
that instrument reliability refer to the level of internal consistency or the stability of the 
measuring devices. This is important in finding out any deficiencies in the questionnaire and 
rectifying them before the actual questionnaire are issued out. 
3.6 Data Collection Procedure 
An introduction letter was obtained from The Management University of Africa. According to 
Kombo and Tromp (2009), data collection is important in research because it allows for the 
dissemination of accurate information and development of meaningful programmes. The 
researcher informed the respondents that the instruments being administered was for research 
purposes only and the response from the respondents was kept confidential. 
3.7 Data Analysis and Presentation 
Descriptive statistics such as mean and frequency distribution was used to analyse the data. 
Inferential statistics was used in drawing conclusions. Data in the questionnaire was analysed 
using frequency distributions and percentages to determine the respondent’s responses. The 
data was analysed by use of descriptive statistics. Specifically, means, averages and 
percentages were employed by the researcher. The data analysis tools were simple tabulations 
and presentations of the report using spreadsheets. The data was presented using tables, charts 
and graphs. Data was analysed using both qualitative and quantitative methods. Data was first 
coded and organized into concepts from which generalization was made of entire population. 
Data was then be tabulated and frequencies calculated on each variable under study and 
interpretations made from the field findings. Percentages were then be calculated and 
interpretation made. 
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3.8 Ethical Consideration 
The researcher undertook various steps to certify that the research observes research 
principles values. Research authorization permit was obtained from the Permission that was 
sought from the participating institutions, Management University of Africa and Dilpack 
Kenya Ltd. 
3.8.1 Informed consent  
Participants wereasked to sign the consent forms in order to participate in the research. The 
researcher ensured that through the principle of informed consent, complex as it is, and the 
respondents was devoid of hang-ups that come with lack of clear expectations of the research. 
3.8.2. Voluntary participation  
The researcher sought consent from the Dilpack Kenya Ltdbefore administering the 
questionnaires. Participants wereasked to consent to participate in the research, for which they 
are free to participate or not to. The researcher explained to the respondents that the 
information that they give was used only for the study. The researcher also explained that 
meaningful data for this study was achieved if they contribute their views about research 
topic.  
3.8.3 Confidentiality  
The researcher explained to the respondents that the data that is being gathered in this study 
wastreated in confidence and that the findings are meant for a project of Management 
University of Africa. The researcherexplained to the respondents that the data will becoded 
and no one, whatsoever, related the data to the respondents for both external and internal 
audiences of the project. 
3.8.4 Privacy 
The potential respondents will not identified by name. Confidentiality of 
respondentswastreated as a matter of priority. Further, the researcher engagedtherespondents 
before agreeing to answer the questions of this study.  
3.8.5 Anonymity  
The researcher accordedthe respondents their due respect while at the same time ensuring that 
they answer the questions to the expectations of the study, interjecting questions, intelligibly. 
The researcher picked respondents without any discrimination. This helped the researcher to 
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receive truly anonymized respondents even to the researcher himself. This wasachieved 
through self-administered questionnaires with an anonymous method of return. 
3.9 Chapter Summary 
This section outlines the methodology used in this study by offers and explanation into what 
type of research this study is all about. It also defines study population and the specific 
sampling methods to be used, data analysis and collection methods, study design, pilot study, 
validity, reliability and ethical consideration. 
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CHAPTER FOUR 
RESEARCH FINDINGS AND DISCUSSIONS 
4.0 Introduction 
The section of the study research focuses on the study finding, presentations and discussions, 
the part is section into respondents demographic information, presentations according to study 
variables, limitations of the study as well chapter summary.  Data that was gathered from the 
study survey has been analysed using simple statistics, excel spread sheets and descriptive 
statistics and presentations are illustrated in tables and figures.  
4.1 Response Rate 
Table 4.1: Table showing response rate 
Variable F (n) Percentage 
Returned 50 83 
Not returned and incomplete 10 17 
Total 60 100 
 
The study distributed questionnaires to 60 respondents as stipulated in chapter three. A total 
of 50 questionnaires were duly filled up and were collected and were used for the analysis that 
recorded a response rate of 83% as tabulated in table 4.1 as provided by Borg and Gall (2009) 
and echoed by Kothari (2004) any response that is 50% is good and adequate to be 
administered in research study.  According to Babbie (2009) a response rate above 70% is 
excellent. Therefore the study achieved above the recommended thresh hold and the valid 
sample for the study was based on 50 (n=50). 
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4.1.1 Respondents Demographic Information 
Table 4.2: Table showing respondent gender 
Variable Frequency Percentage 
Female 32 64 
Male 18 36 
Total 50 100 
 
As shown in table 4.2 respondents were asked to indicate their gender, the response was that 
the majority of the respondents that participated in the study were females with a 
representation of 64% compared to their male counter parts who were represented by 36%. 
This shows that majority of employees at Dilpack Kenya Ltd are female and this shows that 
all genders had representation in the study but female were slightly more than 50% in the 
study and all their opinions counted this is echoed in the constitution of Kenya (2010). 
Table 4.3: Table showing respondents age group 
Variable Frequency Percentage 
18 years to 25 years 5 10% 
26 years to 30 years 13 26% 
31 years to 40 years 22 44% 
41 years to 50 years 8 16% 
Over 50 years 2 4% 
Total 50 100 
 
As tabulated 4.3 respondents were asked to indicated their age groups using licket scale 
provided and the majority 44% were aged between 31 years to 40 years, followed 26 years to 
30 years at 26%, 16% indicated 41 years to 50 years while 10% indicated 18 years to 25 
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yearsand 4% were over 50 years. This shows that the majority of the respondents were in their 
mid-years and there are very energetic.  
Table 4.4: Table showing respondents highest level of education 
Variable Frequency Percentage 
Primary  0 0% 
Secondary  0 0% 
Certificate  11 22% 
Diploma  21 42% 
Bachelor’s  12 24% 
Master 5 10% 
PhD 0 0% 
Total 50 100 
 
As shown in table 4.4 respondents were asked to indicate their highest education level and the 
responses were as follows majority that constituted 42% had diploma level of education, 24% 
indicated they had attained bachelors level of education followed by certificate level of 
education, while 10% had master as their highest education level and none indicated PhD, 
primary or secondary level of education. This can be interpreted as respond educations level is 
adequate to answer and interpret research questions and also is a clear indication that the 
organization is equipped with skilled and qualified personnel. 
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Table 4.5: Table showing how long respondents had worked in the organization 
Variable Frequency Percentage 
Less than 2 years 7 14% 
3years to 5years 13 26% 
6years to 10 years 22 44% 
Above 11 years 8 16% 
Total 50 100 
 
As shown in table 4.5 respondents were asked to indicate how long they had worked in this 
organization and the responses were as follows 44% that is the majority had worked for 
between 6 years to 10 years, 26% had worked for between 3 years to 5years and 16% had 
worked for over 11 years while 14% had worked for less than two years. This shows that the 
staffs have been in the organization long enough to understand and respond to study variables 
effectivelyand thus the information to be provided arereliable; there was a good experienced 
worker in the organization.  
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4.1.2 Staff Perception  
Table 4.6: Table showing if staff perception affects counselling services 
Variable Frequency Percentage 
Yes 29 58 
No 21 42 
Total 50 100 
 
 
As shown table 4.6 respondents were asked if they agree that staff perceptions affects 
counselling services at Dilpack Kenya limited and majority of the respondents representing 
58% indicated yes it affect while 42% indicated noand the explanation given by the key 
informant was that work place counselling helps staff to gain motivation and maintain healthy 
and good relationship with co-workers that improves staff productivity and performance. This 
shows that staff perception affects counselling services at Dilpack Kenya Limited to a 
moderate extent.  
Table 4.7: Table showing the extent to which staff perceptions affect counselling services 
Variable Frequency Percentage 
Very Great Extent 7 14 
Great Extent 9 18 
Moderate Extent 13 26 
Little Extent 10 20 
No Extent 11 22 
Total 50 100 
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As shown in table 4.7 respondents were required to indicate the extent to which staff 
perceptionsaffect counselling services at Dilpack Kenya limited and the responded as follows  
14% indicated very great extent, 18% indicated great extent, 26% indicated moderate extent 
while 20% indicated little extent and 22% indicated no extent. This shows that staff 
perception is an important factor that affects counselling services.  
Table 4.8: Table showing respondent rating of counselling services 
Variable Frequency Percentage 
Very Good 10 20 
Good 19 38 
Average  11 22 
Poor  6 12 
Very Poor  4 8 
Total 50 100 
As shown in table 4.8 respondents were asked to rate counselling services at Dilpack Kenya 
limited and majority of the respondents at 38% indicated good, 20% of the respondents 
indicated very good, 22% indicated that it was average while 12% indicated poor and 8% 
indicated very poor. This shows that counselling services at the organization are above 
average.   
Table 4.9: Table showing if work place counselling motivates employees 
Variable Frequency Percentage 
Strongly Agree 9 20 
Agree 23 38 
Disagreed 6 12 
Strongly Disagreed  7 14 
Not Sure  5 10 
Total 50 100 
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As shown in table 4.9 respondents were asked their opinion using a licket scale to respond to 
the statement if work place counselling motivates employees in their organization. 20% of 
respondents strongly agreed, 38% agreed, 12% disagreed while 14% strongly disagreed and 
10% were not sure. This shows workplace counselling motivates employees to a great extent.  
Table 4.10: Table showing if work place counselling promotes good working 
environment 
Variable Frequency Percentage 
Strongly Agree 12 24 
Agree 25 50 
Disagreed  6 12 
Strongly Disagreed  5 10 
Not Sure   3 6 
Total 50 100 
 
As shown in table 4.10 respondents were asked to agree or disagree with the statement if work 
place counselling promotes good working environment in respondent’s organization. 24% of 
respondents strongly agreed, 50% agreed, 12% disagreed while 10% strongly disagreed and 
6% were not sure. This shows workplace counselling promotes good working environment to 
a great extent. 
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Table 4.11: Table showing respondents view on statement in relation to staff perceptions 
on work place counselling 
Statement 
S
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Fear of divulging information determines staff 
utilization of counselling services   
2% 10% 8% 36% 44% 
Staff awareness determines staff utilization of 
counselling services   
4% 8% 10% 50% 28% 
Lack of professional counselling hinders  staff 
utilization of counselling services   
10% 16% 4% 32% 38% 
Employee stigma hinders staff utilization of 
counselling services   
6% 2% 4% 52% 36% 
 
As shown in table 4.11 respondents were asked to give their view on statement using licket 
scale in relations to staff perceptions on work place counselling. The first statement inquired 
was if fear of divulging information determines staff utilization of counselling services and 
the responses were as follows 2% of the respondents strongly disagreed, 10% disagreed, 8% 
were uncertain while 36% agreed and 44% strongly agreed. The second view sought was if 
staff awareness determines staff utilization of counselling 4% services of the respondents 
strongly disagreed, 8% disagreed, and 10% were uncertain while 50% agreed and 28% 
strongly agreed. Third view sought was if lack of professional counselling hinders staff 
utilization of counselling services 10% of the respondents strongly disagreed, 16% disagreed, 
4% were uncertain while 32% agreed and 48% strongly agreed and finally respondents were 
asked employee stigma hinders staff utilization of counselling services 6% of the respondents 
strongly disagreed, 2% disagreed, 4% were uncertain while 52% agreed and 36% strongly 
agreed. 
The finding on the study variable is in supported and in agreement with other scholar’s 
Yaacoband Sipon (2014) the study established that employee perception towards help seeking 
through counselling services and their expectations towards the development of internal staff 
assistant service at their worplace was negative. The study also established that personel 
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problems outside and inside the organization somehow affect employee performance and the 
employee assintant services not only provide confidential and short term counselling services 
but its extended to their family members and also provides online courses at well the findings 
are echoed by Pickles (2012) established that veterinary students suffer from high level of 
stress and anxiety and this causes inadequate coping strategies when faced with adversity. The 
students find it difficult to access central university support system due to have workload and 
geographical isolation on some of the campases. The student and staff prefered onsite 
counselling services but as their most important support mechanism is family.  
Table 4.12: Table showing if organization culture affects counselling services 
Variable Frequency Percentage 
Yes 31 62 
No 19 38 
Total 50 100 
 
As shown in table 4.12 respondents were asked to indicate if organization culture affects 
counselling services at Dilpack Kenya limited majority of the respondents representing 62% 
agreed while 38% indicated no. This shows that organization culture affects counselling 
services to a great extent. The respondents indicated that organization culturesetup and review 
of effectiveness of workplace counselling based on client’s satisfaction, work behaviour, the 
meaning of work, negative outcomes, and employee mental health, work life balance has a 
significant impact on employee performance.  
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Table 4.13: Table showing extent in which organization culture affects counselling 
services 
Variable Frequency Percentage 
Very Great Extent 13 26 
Great Extent 12 24 
Moderate Extent 6 12 
Little Extent 9 18 
No Extent 10 20 
Total 50 100 
 
 
As shown in table 4.13 and figure 4.13 respondents were asked to what extent in 
whichorganization culture affects counselling services at Dilpack Kenya limited, 26% of the 
respondents strongly agreed, 24% agreed, 12% indicted moderate extent while 18% indicated 
little extent and 20% indicated no extent. This shows that organization culture affects 
counselling services to a great extent. The study findings are supported by McLeod (2010) 
established that organization that embrace to manage employee mental health, work life 
balance has a significant impact on staff performance and the study suggested that counselling 
is very effective in alleviating psychological problem. Anyim, Ikeiju and  Ekwoaba(2017) 
recommended that it’s important for organization to incorporate employee counselling into 
human resource function Research findings by Vandenberd and Renn (2009) on employee 
performance and organizational culture, the outcomes were that most companies assert 
performance as dependent variable which sought variations on organizational culture. The 
findings were that organizational culture is theoratically related to performance and has a 
positive influence.   
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Table 4.14: Table showing if HR policies strongly support counselling services 
Variable Frequency Percentage 
Strongly Agree 12 24 
Agree 25 50 
Disagreed  6 12 
Strongly Disagreed  5 10 
Not Sure   2 4 
Total 50 100 
 
As shown in table 4.14 respondents were asked if HR policies strongly support counselling 
services at Dilpack Kenya Ltd and 24% strongly agreed, 50% agreed, 12% disagreed while 
10% strongly disagreed and 4% were not sure. This shows that HR policies strongly impacts 
on counselling services in organization.  
Table 4.15: Table showing respondents view on the following statement in relation to 
Staff perceptions on work place counselling 
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Counselling services are allocated adequate resource at 
Dilpack Kenya Ltd 4% 8% 10% 28% 50% 
Organization cultural influencesstaff utilization of 
counselling services   10% 16% 4% 38% 32% 
Staff welfare support services encourages staff to seek 
counselling services   6% 2% 4% 52% 36% 
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As shown in table 4.15 respondents were required to respond to a licket scale question to 
respond to views that are related to staff perceptions on work place counselling and the first 
statement was if counselling services are allocated adequate resource at Dilpack Kenya Ltd 
and 4% of respondents strongly disagreed, 8% disagreed, 10% wereuncertain while 28% 
agreed and 50% strongly agreed. The second view sort was if organization cultural influences 
staff utilization of counselling servicesand 10% strongly disagreed, 16% disagreed while 4% 
were uncertain and 38% agreed, 32% strongly agreed and finally the respondent were asked 
their view on staff welfare support services encourages staff to seek counselling services 
and6% strongly disagreed, 2% disagreed, 4% were uncertain while 52% agreed and 36% 
strongly agreed.  
Table 4.16: Table showing the extent in which HR policies affects counselling services 
Variable Frequency Percentage 
Very Great Extent 17 34 
Great Extent 16 32 
Moderate Extent 10 20 
Little Extent 5 10 
No Extent 2 4 
Total 50 100 
 
As shown in table 4.16 respondents were asked to indicate  the extent in which HR policies 
affects counselling services at Dilpack Kenya limited and 34% of the respondents indicated 
very great extent, 32% indicated great extent and 20% indicated moderate extent while 10% 
indicated little extent, 4% indicated no extent. This shows that HR policies affect counselling 
services to a great extent at Dilpack Kenya limited. 
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Table 4.17: Table showing if organization has a policy on employees counselling services 
following incidents that affects employee performance 
Variable Frequency Percentage 
Strongly Agree 12 24 
Agree 25 50 
Disagreed  6 12 
Strongly Disagreed  5 10 
Not Sure   2 4 
Total 50 100 
 
As shown in table 4.17 and figure 4.17 respondents were asked to indicate  organization has a 
policy on employees counselling services following incidents that affects employee 
performance at Dilpack Kenya limited and 24% of the respondents indicated very great 
extent, 50% indicated great extent and 12% indicated moderate extent while 10% indicated 
little extent, 4% indicated no extent. This shows that Dilpack Kenya limited has policy on 
employees counselling services following incidents that affects employee performance.The 
study finding are in supported those by Friery (2009) established a variety of reasons behind 
workplace counselling were to provide to support workers, duty care, supporting employees 
through major organizational changes, for stress alleviation, to support HR work, for staff 
welfare, for litigation protection, for retention purposes and for improve absenteeism. 
Table 4.18: Table showing if work environment affects counselling services 
Variable Frequency Percentage 
Yes 40 80 
No 10 20 
Total 50 100 
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As shown in table 4.18 respondents were asked to indicate if work environment affects 
counselling services at Dilpack Kenya limited and 80% of the respondents indicated yes and 
20% indicated no. This shows that there working environment affects counselling services at 
Dilpack Kenya limited and the respondents indicated that safe and healthy working conditions 
determines performance of employees, the influence of working environment which is 
composed of social, physical and psychological factors the affect counselling services in the 
organization.  
Table 4.19: Table showing the extent in which work environment affects counselling 
services 
Variable Frequency Percentage 
Very Great Extent 17 34 
Great Extent 16 32 
Moderate Extent 7 14 
Little Extent 1 2 
No Extent 9 18 
Total 50 100 
As shown in table 4.19 respondents were asked to indicate  the extent in which work 
environment affects counselling services at Dilpack Kenya limited and 34% of the 
respondents indicated very great extent, 32% indicated great extent and 14% indicated 
moderate extent while 2% indicated little extent, 18% indicated no extent. This shows that 
work environment affect counselling services to a great extent at Dilpack Kenya limited and 
respondent were also asked if counselling methods adopted in their organizationwas effective 
70% indicated yes while 12% indicated no and 18% were not sure.  
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Table 4.20: Table showing respondents view on statement in relation to working 
environment on work place counselling 
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Departmental issues highly influence counselling services 
at Dilpack Kenya Ltd 4% 8% 10% 50% 28% 
Staff relations influencesstaff utilization of counselling 
services   6% 2% 4% 52% 36% 
Employee absenteeism has decreased as a result of 
counselling services   
10% 16% 4% 32% 38% 
Employee productivity has improved due to the support 
from management 4% 2% 6% 36% 52% 
 
As shown in table 4.20 respondents were asked their view on statements in relation to 
working environment on work place counselling and the responses were as follows on the 
statement where departmental issues highly influence counselling services at Dilpack Kenya 
Ltd and 4% of the respondents strongly disagreed,  8% disagreed,  10%were uncertain, while 
50% agreed and 28% strongly agreed. The second view sought was if Staff relations 
influences staff utilization of counselling services and 6%  of the respondents strongly 
disagreed, 2% disagreed, 4% were uncertain while  52% agreed and 36% strongly agreed. 
Third issue sought was if employee absenteeism has decreased as a result of counselling 
services and 10% of the respondents 16% disagreed, 4% were uncertain and 32% agreed and 
38% strongly agreed and finally responded was asked if employee productivity has improved 
due to the support from management and 4%  strongly disagreed, 2% disagreed, 6% 
were uncertain and 36% agreed while 52% strongly agreed.  
The finding on the study are supported byChandraseker (2011) which confirmed that 
unhealthy and unsafe workplace environment in terms of excessive noise, poor ventilation; 
poor lighting among others affects staff productivity.   Hameed and Amjad (2009) established 
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that relaxed office design motivates staff and increase their performance. This is in agreement 
with a study by Brill (2011) who suggested that improvements in office physical design 
motivates and increase productivity with 5-10% hence better performance. Strong (2007) 
observed that social, physical and organizational context serves as impetus for activities and 
tasks considerably influence staff performance. Behling (2008) established that safe and 
healthy working conditions determines performance of employees, the influence of working 
environment which is composed of social, physical and psychological factors has been under 
study in the last two decades. In a number of studies job satisfaction, job performance, 
employee motivation and health have been found to be influenced by psycho-social working 
environment of the organization Naharuddin and Sadegi (2013), Chandrasekarr (2011) and 
Vischer (2008), all indicated that performance will increase if the right working environment 
both physical and psychosocial is both provided. The working environment includes work 
activities and organization of work, health, skills, well-being and safety, work life balance, 
training, pay are considered important aspects of working conditions. Variations in working 
conditions can generate serious industrial relations issues. 
4.2 Limitations of the Study 
The nature of the study calls for confidential information related to organization under the 
study. Respondents felt intruded when requested to complete a questionnaire which requires 
them to disclose such information. In order to mitigate this short coming the respondents were 
assured of confidentiality and ethical handling of the information. The constraint of suspicion 
facilitated poor cooperation from respondents. The researcher encountered some of the 
respondent who did not cooperate. The above limitations were addressed by the   researcher 
who personally talked to the respondents and explained that the research was purely for 
academic purposes and the identity of the respondents would not be revealed under any 
circumstance. 
4.3 Chapter Summary 
The study distributed questionnaires to 60 respondents as stipulated in chapter three. A total 
of 50 questionnaires were duly filled up and were collected and were used for the analysis that 
recorded a response rate of 83%. The section of the study research focused on the study 
finding, presentations and discussions.  Data that was gathered from the study was analysed 
using descriptive statistics and presentations are illustrated in tables and figures.  
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CHAPTER FIVE 
SUMMARY, RECOMMENDATION AND CONCLUSION 
5.0 Introduction 
This study chapter has outlined the research finding summary, recommendations and 
conclusion based on the study main objective that was to establish and determine the factors 
that influencing implementation of workplace counselling services in manufacturing 
organization in Kenya with reference to Dilpack Kenya Ltd as the research study case. 
5.1 Summary of Findings 
The number of returned and completed questionnaires was 50 that represent 83% of the valid 
questionnaires that were analysed and assisted the study in making a conclusive report in 
relation to study variables.  The majority of the respondents that participated in the study were 
females with a representation of 64% compared to their male counter parts that were 
represented by 36%. Majority 44% were aged between 31 years to 40 years, followed 26 
years to 30 years at 26%, 16% indicated 41 years to 50 years while 10% indicated 18 years to 
25 years and 4% were over 50 years. Respondents were asked to indicate their highest 
education level and the responses were as follows majority that constituted 42% had diploma 
level of education, 24% indicated they had attained bachelor’s level of education followed by 
certificate level of education, while 10% had master as their highest education level and none 
indicated PhD, primary or secondary level of education. Respondents were asked to indicate 
how long they had worked in this organization and the responses were as follows 44% that is 
the majority had worked for between 6 years to 10 years, 26% had worked for between 3 
years to 5years and 16% had worked for over 11 years while 14% had worked for less than 
two years.  
5.1.1 Staff Perception  
Respondents were asked if they agree that staff perceptions affects counselling services at 
Dilpack Kenya limited and majority of the respondents representing 58% indicated yes while 
42% indicated no and the explanation given by the key informant was that work place 
counselling helps staff to gain motivation and maintain healthy and good relationship with co-
workers that improves staff productivity and performance. And to what extent the study 
established that it affect to a great extent. Respondents were asked to rate counselling services 
at Dilpack Kenya limited and majority of the respondents at good.  Respondents were asked 
their opinion using a licket scale to respond to the statement if work place counselling 
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motivates employees in their organization and majority of respondents agreed, the study also 
established that work place counselling promotes good working environment in respondent’s 
organization.  
Respondents were asked to give their view on statement using licket scale in relations to staff 
perceptions on work place counselling. The first statement inquired was if fear of divulging 
information determines staff utilization of counselling services and the responses were as 
follows majority of respondents strongly disagreed. The second view sought was if staff 
awareness determines staff utilization of counselling most of the respondents agreed and third 
view sought was if lack of professional counselling hinders staff utilization of counselling 
services majority of the respondents agreed and finally respondents were asked employee 
stigma hinders staff utilization of counselling services and majority of the respondents agreed.  
The finding are agreement with other studies by Yaacob and Sipon (2014) the study 
established that employee perception towards help seeking through counselling services and 
their expectations towards the development of internal staff assistant service at their 
workplace was negative. The study also established that personnel problems outside and 
inside the organization somehow affect employee performance and the employee assistant 
services not only provide confidential and short term counselling services but its extended to 
their family members and also provides online courses at well the findings are also in 
agreement by Pickles (2012) who established that veterinary students suffer from high level of 
stress and anxiety and this causes inadequate coping strategies when faced with adversity. The 
students find it difficult to access central university support system due to have workload and 
geographical isolation on some of the campuses. The student and staff preferred onsite 
counselling services but as their most important support mechanism is family.  
5.1.2 Organization Culture  
Respondents were asked to indicate if organization culture affects counselling services at 
Dilpack Kenya limited majority of the respondents representing majority of the respondents 
agreed while 38% indicated no. Respondents were asked to what extent in which organization 
culture affects counselling services at Dilpack Kenya limited, 26% of the respondents strongly 
agreed, 24% agreed, 12% indicted moderate extent while 18% indicated little extent and 20% 
indicated no extent. This shows that organization culture affects counselling services to a 
great extent. The study findings are supported by McLeod (2010) carried out a study to 
determine the effectiveness of workplace counselling a system review in response to the 
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stresses of the contemporary workplace and the study established that organization that 
embrace to manage employee mental health, work life balance has a significant impact on 
staff performance and the study suggested that counselling is very effective in alleviating 
psychological problem. Anyim, Ikeiju and  Ekwoaba (2017) carried out a study to determine 
employees counselling as mechanism for healthy post work transition the underlying 
objective was to determine the current awareness level of employee counselling as 
mechanism for organization transition as a management strategy to be adopted for employees 
who unexpected exit from the hospital. The study recommended that it’s important for 
organization to incorporate employee counselling into human resource function.  
5.1.3 HR policies  
Respondents were asked if HR policies strongly support counselling services at Dilpack 
Kenya Ltd and 24% strongly agreed, 50% agreed, 12% disagreed while 10% strongly 
disagreed and 4% were not sure. Respondents were required to respond to a licket scale 
question to respond to views that are related to staff perceptions on work place counselling 
and the first statement was if counselling services are allocated adequate resource at Dilpack 
Kenya Ltd and 4% of respondents strongly disagreed, 8% disagreed, 10%  were uncertain 
while 28% agreed and 50% strongly agreed. The second view sort was if organization cultural 
influences staff utilization of counselling services and 10% strongly disagreed, 16% disagreed 
while 4% were uncertain and 38% agreed,  32% strongly agreed and finally the respondent 
were asked their view on staff welfare support services encourages staff to seek counselling 
services and 6% strongly disagreed, 2% disagreed, 4% were uncertain while 52% agreed and 
36% strongly agreed. Respondents were asked to indicate  the extent in which HR policies 
affects counselling services at Dilpack Kenya limited and 34% of the respondents indicated 
very great extent, 32% indicated great extent and 20% indicated moderate extent while 10% 
indicated little extent, 4% indicated no extent. Respondents were asked to indicate 
organization has a policy on employees counselling services following incidents that affects 
employee performance at Dilpack Kenya limited and 24% of the respondents indicated very 
great extent, 50% indicated great extent and 12% indicated moderate extent while 10% 
indicated little extent, 4% indicated no extent.  
The study finding are in supported by other studies by  Friery (2009) that was conducted with 
more than 200 companies that offered workplace counselling and the study established a 
variety of reasons where behind such a decision to provide the services and the responses 
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were as follows 100% of the organizations provided counselling services to provide additional 
service to support workers, 68% indicated it was for duty care, 63% indicated it was for 
supporting employees through major organizational changes, 60% indicated for stress 
alleviation, 58% indicated to support HR work, 48% indicated for staff welfare, 38% 
indicated for litigation protection while 35% indicated for retention purposes and 29% 
indicate improve absenteeism.   The findings are echoed by Highley and Cooper (2009) the 
study established that there is a demand for information by various organizations for the 
effectiveness of employee assistant programmes and counselling in the workplace. 
Organization needs to be evaluated to ascertain to which they reach their objectives to find 
ways to reach its effectiveness. The study had limitations of considering the importance 
maintaining confidentiality during the research period because the assessment method that 
was the use of questionnaires could easily be compromised. The study established difficulties 
of establishing and maintaining rapport with organizational management.  
5.1.4 Work Environment  
Respondents were asked to indicate if work environment affects counselling services at 
Dilpack Kenya limited and 80% of the respondents indicated yes and 20% indicated no. 
Respondents were asked to indicate  the extent in which work environment affects counselling 
services at Dilpack Kenya limited and 34% of the respondents indicated very great extent, 
32% indicated great extent and 14% indicated moderate extent while 2% indicated little 
extent, 18% indicated no extent.  Respondents were asked their view on statements in relation 
to working environment on work place counselling and the responses were as follows on the 
statement where departmental issues highly influence counselling services at Dilpack Kenya 
Ltd and 4% of the respondents strongly disagreed,  8% disagreed,  10% were uncertain, while 
50% agreed and 28% strongly agreed. The second view sought was if Staff relations 
influences staff utilization of counselling services and 6%  of the respondents strongly 
disagreed, 2% disagreed, 4% were uncertain while  52% agreed and 36% strongly agreed. 
Third issue sought was if employee absenteeism has decreased as a result of counselling 
services and 10% of the respondents 16% disagreed, 4% were uncertain and 32% agreed and 
38% strongly agreed and finally responded was asked if employee productivity has improved 
due to the support from management and 4%strongly disagreed, 2% disagreed, 6% were 
uncertain and 36% agreed while 52% strongly agreed.  
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The finding on the study are supported with other findings by Chandraseker (2011) confirmed 
that unhealthy and unsafe workplace environment in terms of excessive noise, poor 
ventilation; poor lighting among others affects staff productivity.   Hameed and Amjad (2009) 
established that relaxed office design motivates staff and increase their performance. This is 
in agreement with a study by Brill (2011) who suggested that improvements in office physical 
design motivates and increase productivity with 5-10% hence better performance. Strong 
(2007) observed that social, physical and organizational context serves as impetus for 
activities and tasks considerably influence staff performance. A study by Behling (2008) 
established that safe and healthy working conditions determines performance of employees, 
the influence of working environment which is composed of social, physical and 
psychological factors has been under study in the last two decades. In a number of studies job 
satisfaction, job performance, employee motivation and health have been found to be 
influenced by psycho-social working environment of the organization  Studies by Naharuddin 
and Sadegi (2013), Chandrasekarr (2011) and Vischer (2008), all indicated that performance 
will increase if the right working environment both physical and psychosocial is both 
provided. The working environment includes work activities and organization of work, health, 
skills, well-being and safety, work life balance, training, pay are considered important aspects 
of working conditions. Variations in working conditions can generate serious industrial 
relations issues. 
5.2 Conclusions 
The study concludes that that staff perceptions, work environment, organization culture 
affects counselling services and work place counselling helps staff to gain motivation and 
maintain healthy and good relationship with co-workers that improves staff productivity and 
performance and HR policies are critical in the provision of counselling services since they 
provide the requisite guidelines.  The study also concludes that workplace counselling 
motivates employees to a great extent and workplace counselling promotes good working 
environment and finally the study concluded that safe and healthy working conditions 
determines performance of employees, and the influence of working environment are in 
relation to social, physical and psychological factors the affect counselling services in the 
organization.  
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5.3 Recommendations 
The study makes the following recommendations  
Training and awareness on the benefits of workplace counselling should be regularly 
conducted for staff members especially those that are joining the organization. The 
sensitisation would assist in destigmatizing issues that needs counselling in the organization.  
Dilpack Kenya Ltd should play manifest part in influencing organizational culture that is 
aligned to organization structure and strategy. Management of Dilpack Kenya Ltd should 
have a clear picture of the company‘s organizational culture. Management of Dilpack Kenya 
Ltd should focus more on adhering to organization mission by ensuring that employees are 
conversant with mission and visions of the organization and Management of Dilpack Kenya 
Ltd should integrate counselling services and made it part of their organizational culture to 
offer employee counselling services and ensure that workplace counselling policy should be 
entrenched in the organization cultureand HR department should assist management the 
providing information on staff perception on workplace counselling in order to determine the 
best approach that should be adopted in the organization. 
HR department should regularly carry out staff needs assessment in the organization in order 
to identify employee’s issues that affect their performance and the management should 
address these issues according to the counselling policy as provided by staff manual. The 
management should consider hiring a full staff counsellor in the organization. 
Working environment impacts on job performance and Dilpack Kenya Ltd Management 
should create work effectiveness by creating conducive and comfortable working 
environment for ease of staff to perform their duties in an effective and efficient manner. The 
HR and Administration department should ensure that staff work station is designed in such a 
way that its doesn’t affect employee productivity. Better working conditions are enhanced in a 
presence of elegant work environment and increases employee satisfaction level. So in order 
to increase the satisfaction of employee`s performance Dilpack Kenya Ltd management 
should ensure and provide flexible, adjustable and  appropriate workstations and carry 
periodical checks on facilities that staff use 
5.4 Suggestion for Further Studies 
The researcher recommends that a study on factors that influencing implementation of 
workplace counselling services in public institutions should be conducted.  
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APPENDICES 
APPENDIX I: LETTER OF INTRODUCTION 
 
Dear Sir/ Madam  
My names are Ruth WekesaI study at Management University of Africa as part of 
requirement to graduate with a degree in Management and Leadership, I am conducting a 
study title : FACTORS INFLUENCING IMPLEMENTATION OF WORKPLACE 
COUNSELLING SERVICES IN MANUFACTURING ORGANIZATION IN KENYA: 
A CASE STUDY OF DILPACK KENYA LTD. For this reason I humbly request you to 
assist in filling the attached questionnaire to the best of your knowledge. The information that 
you will provide is strictly for academic and shall not be used for any other purpose and your 
names shall not appear in this study. Your   input will go a long way to facilitate this research 
study. 
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Thank you    
RUTH WEKESA 
BML 13/00477/1/2016 
The Management University of Africa  
 
 
APPENDIX II: RESEARCH STUDY QUESTIONNAIRES 
 
SECTION A: BASIC INFORMATIONS 
Respondent Information  
1. Indicate your gender     Female  [     ]   Male [    ] 
2. Indicate the age group that describe your age? 
18years to 25years [     ] 26years to 30years [     ] 31years to 40years [     ] 41years to 
50years [     ] Over 50 years  [     ] 
2. Indicate your highest education level (Tick only one)? 
Primary [  ] Secondary [  ] Certificate [   ]   Diploma [   ] Degree [   ] Masters [   ] Degree [   ] 
PhD [   ] 
4. How long have you worked in this organization? 
Less than 2 years () 3 to 5 years (   )    6 to 10 years (     )   above 11 years   (  )  
 
SECTION B: STUDY VARIABLES  
5. Do you agree that staff perceptions affectscounselling services at Dilpack Kenya limited? 
Yes (      )  No   (    )    
Briefly explain your answer ……………………………………………………………………. 
………………………………………………………………………………………………….. 
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………………………………………………………………………………………………….. 
………………………………………………………………………………………………….. 
6. To what extent do staff perceptionsaffectcounselling services at Dilpack Kenya limited? 
Very Great Extent (   )   Great Extent (    ) Moderate Extent (    ) Little Extent (   ) No extent (    
)  
7. Overall how do you rate counselling services at Dilpack Kenya limited? 
Very Good (   ) Good (   )   Poor (    ) Very Poor (   ) Average (  )   
8.  Do you think that work place counselling motivates employees in your organization?  
 Strongly Agree (   )   Agree (   )    Disagreed (    )   Strongly Disagreed (   ) Not Sure (   )  
10. Work place counselling promotes good working environment in your organization? 
Strongly Agree (   )   Agree (   )    Disagreed (    )   Strongly Disagreed (   ) Not Sure (   )  
11. Kindly give your view on the following statement in relation to Staff perceptions on work 
place counselling  
Statement 
S
tro
n
g
ly
 
d
isa
g
ree 
D
isa
g
ree
 
U
n
certa
in
 
A
g
ree
 
S
tro
n
g
ly
 
a
g
ree
 
Fear of divulging information determines staff 
utilization of counselling services   
 
     
Staff awareness determines staff utilization of 
counselling services   
     
Lack of professional counselling hinders  staff 
utilization of counselling services   
     
Employee stigma hinders staff utilization of counselling 
services   
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12. Does organization culture affects counselling services at Dilpack Kenya limited. 
Yes (    )     No (    )   
Briefly explain your answer ……………………………………………………………………. 
………………………………………………………………………………………………….. 
………………………………………………………………………………………………….. 
13. To what extent does organization culture affects counselling services at Dilpack Kenya 
limited? 
Very Great Extent (   )   Great Extent (    ) Moderate Extent (    ) Little Extent (   ) No extent ( 
Strongly Agree (   )   Agree (   )    Disagreed (    )   Strongly Disagreed (   ) Not Sure (   ) 
14. HR policies strongly support counselling services at Dilpack Kenya Ltd? 
Strongly Agree (   )   Agree (   )    Disagreed (    )   Strongly Disagreed (   ) Not Sure (   ) 
15. Kindly give your view on the following statement in relation to Staff perceptions on work 
place counselling  
Statement 
S
tro
n
g
ly
 
d
isa
g
ree 
D
isa
g
ree
 
U
n
certa
in
 
A
g
ree
 
S
tro
n
g
ly
 
a
g
ree
 
Counselling services are allocated adequate resource at 
Dilpack Kenya Ltd 
     
Organization cultural influencesstaff utilization of 
counselling services   
     
Staff welfare support services encourages staff to seek 
counselling services   
     
 
16.  Does HR policies affects counselling services at Dilpack Kenya limited?  
Yes (      )  No   (    )    
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Briefly explain your answer ……………………………………………………………………. 
………………………………………………………………………………………………….. 
………………………………………………………………………………………………….. 
17. To what extent does HR policies affects counselling services at Dilpack Kenya limited? 
Very Great Extent (   )   Great Extent (    ) Moderate Extent (    ) Little Extent (   ) No extent (    
)  
18.  The organization has a policy of employees counselling following incidents that affects employee 
performance? 
Strongly agree (   )   Agree (   )   Disagree (   ) strongly disagree (   )   I’m not sure   (   )    
 
19.  Does work environment affects counselling services at Dilpack Kenya limited? 
Yes (      )  No   (    )    
Briefly explain your answer ……………………………………………………………………. 
………………………………………………………………………………………………….. 
………………………………………………………………………………………………….. 
20. To what extent does work environment affects counselling services at Dilpack Kenya 
limited?  
Very Great Extent (   )   Great Extent (    ) Moderate Extent (    ) Little Extent (   ) No extent (    
)  
21. Is there a counselling room in your organization? 
Yes (      )  No   (    )    
Briefly explain your answer ……………………………………………………………………. 
………………………………………………………………………………………………….. 
………………………………………………………………………………………………….. 
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22.  Do you believe that counselling methods adopted in your organization is effective?  
Yes (      )  No   (    )   Not sure (    ) 
Briefly explain your answer ……………………………………………………………………. 
………………………………………………………………………………………………….. 
………………………………………………………………………………………………….. 
23. Kindly give your view on the following statement in relation to working environmenton 
work place counselling  
Statement 
S
tro
n
g
ly
 
d
isa
g
ree 
D
isa
g
ree
 
U
n
certa
in
 
A
g
ree
 
S
tro
n
g
ly
 
a
g
ree
 
Departmental issues highly influence counselling 
services at Dilpack Kenya Ltd 
     
Staff relations influencesstaff utilization of counselling 
services   
     
Employee absenteeism has decreased as a result of 
counselling services   
     
Employee productivitydue to the support from 
management 
     
 
Thank you for participation in answering this questionnaire  
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